


















































































ADDENDUM 

DRUG/ALCOHOL TESTING 

All employees who are required to be randomly tested under law (e.g. Department of 
Transportation regulations regarding employees required to have a Commercial Driver's License 
who drive vehicles in excess of 26,000 pounds), and all employees in Safety Sensitive Positions 
shall be subject to random drug/alcohol testing. Additionally, an employee involved in any 
accident resulting in personal injury or one thousand dollars ($1000.00) or more of property 
damage shall submit to post-accident drug/alcohol testing. Such testing shall be conducted in 
accordance with the DOT procedures. Further, when there is a reasonable suspicion to believe 
that an individual employee is using illegal drugs or alcohol at work or is under the influence of 
drugs or alcohol at work, such employee will be directed to report to a City-designated physician 
or medical clinic, on City time and at City expense, for a fitness-for-duty examination. Random 
examinations, reasonable suspicion examinations, and post-accident examinations are conducted 
for the purpose of determining the presence of illegal drugs or alcohol in the employee tested. An 
employee who is directed to submit to such examinations shall report to a City-designated 
physician or medical clinic, on City time and at City expense. The City' s Manager of Labor 
Relations, or his designee, shall approve all drug/alcohol testing. This testing will include possible 
urine, blood, or breathalyzer exams as determined by the appropriate medical personnel. An 
employee who refuses to submit to drug/alcohol testing under the provisions herein shall 
immediately be charged with insubordination and will be subject to discharge. An employee who 
fails a drug or alcohol test for the second time during his/her employment with the City shall be 
discharged by the City. 

An employee may be referred to fitness-for-duty screening if at least one (1) supervisor has 
a reasonable suspicion that the employee is then under the influence of alcohol or a controlled 
chemical substance. The circumstances supporting an allegation warranting reasonable suspicion 
testing shall be reduced to writing, signed by the supervisor, and copies provided to the employee 
and Union prior to testing. The demand for a urine, blood or breath specimen should be based 
only upon specific/objective facts and reasonable inferences drawn from those facts in light of 
experience that the employee is then under the influence of drugs or alcohol. In addition, 
employees may be referred for mandatory urine, blood, or breath, for drug and/or alcohol screening 
under the follo wing circumstances: 

(a) A disciplinary probation for employees who have violated the City'S drug 
and alcohol rules; or 

(b) For employees returning from leaves of absence if they have given 
management a reason to suspect possible illegal drugs and/or alcohol abuse. 
Possible reasons to suspect substance abuse include, but are not limited to, 
a history of excessive absenteeism not related to a specific illness, 
documented evidence of deteriorating job performance or of aberrant 
behavior in the six months immediately preceding the leave of absence or 
documented involvement with drugs off the job. 
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An employee shall be entitled to have a Union representative present before testing is 
administered unless a Union representative is unavailable when the test is to be conducted and any 
further delay will potentially compromise the validity of the test results. 

As concerns urine samples for drug testing, employees to be tested will undergo an initial 
screening (EMIT) test. For any positive results, a confirmatory test employing the gas 
chromatography/mass spectrometry (GC/MS) test will be used. The City will ensure that there is 
a continuous chain of custody of any sample taken from an employee. Specimen collection will 
occur in a medical setting. The testing procedures should not demean, embarrass or cause physical 
discomfort to employees. Altering or switching a specimen sample for a drug/alcohol test, or 
otherwise refusing to follow the established testing procedure and/or guidelines, shall be grounds 
for immediate suspension pending discharge. 

The results of any drug or alcohol screening test will be kept strictly confidential. An 
employee who tests positive for drugs and/or alcohol will have the opportunity to review the test 
results and, if desired, a reasonable opportunity to rebut the results. Copies of test results shall be 
given to the City and to the individual tested. Where urine, blood or other samples have been 
taken, the two samples will be preserved for a reasonable period of time and tested employees will 
have the opportunity to take one of these samples to a reputable physician or laboratory of their 
choosing for retesting. 

Employees who may be drug or alcohol dependent are encouraged to voluntarily seek 
professional assistance through a reputable treatment program. The City's EAP program can 
provide counseling and referral. All records of an employee seeking medical rehabilitation for a 
drug or alcohol problem, either through EAP or otherwise, will be kept strictly confidential. 
Voluntary assistance should be sought before dependence affects job performance so as to 
endanger fellow employees, the public or otherwise adversely impact on the employee's ability to 
perform his or her job duties. 

Participating in the EAP program does not supplant the normal discipline and grievance 
procedure. An employee subjected to disciplinary charges which include substance abuse on the 
job will be given access to the drug or alcohol screening results, the ability to privately test the 
blood, urine or other samples at an independent lab and the opportunity to rebut any allegation of 
chemical abuse . Any charging letter issued to an employee which includes allegations of substance 
abuse on the job shall list the basis upon which it was determined that there was reasonable cause 
to believe the employee was using drugs or was under the influence of drugs or alcohol. 

Any employee found to have positive screens for drugs or alcohol shall be suspended 
immediately pending discharge. The City and the Union agree that any positive result shall be 
subject to no tolerance and that any employee shall not be subject to a Last Chance Agreement. 

An employee shall be deemed to have failed an alcohol test if: 

(1) The person has a concentration of three-hundredths of one percent or more 
by weight of alcohol in his blood; 

(2) The person has a concentration of three-hundredths of one gram or more by 
weight of alcohol per two hundred ten liters of his breath; 
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(3) The person has a concentration of 4.5-hundredths of one gram or more by 
weight of alcohol per one hundred milliliters of his urine. 

The City is not responsible for any legal obligations and costs for claims based on the 
Union' s duty of fair representation. 

The Union shall be indemnified and held harmless by the City for any violation of an 
employee's constitutional, common law, or statutory rights. 
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